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MEMORANDUM VOR: Fxecutive Director-Comptroller. - 


SUBJECT : Exception to Proposed Classification Act 


U 
1. This memorandum subsaits two recommendations for your approvel. 
These recomendations are contained in paragraph iy 


2.. The attached study provides information concerning Legistation 
which the United States Civil Service Commission is preparing in 
accordance with the provisions of Public Lew 91-216 cnacted in March 1970. 


‘The ‘Law established a Job Evaluation and Pay Review Task Force to improve 


classification systons within the Executive Branch. ‘The Task Force wid 
soon complete its preliminary work and willl begin preparing Legislation 


gi 
to be submitted the President for review in December 1971. 

3. This iene is cucrently..exenpt from the provisions of the 
Classification Act of 1919 although we follow its job evaluation systen 
and pay schedules. The attached study concludes that it would be in the 
pest interests of the Agency to request exemption from the proposed new 
classification act. There are no provisions yet established by tne Task 
Force for any agency of the Executive Branch to be excluded. , 

ht. The following recommendations are made: : 

* f 

a. It is recommended that the Office of Legislative Counsel, 
the Office of General. Counsel, and the Office of Personnel. coordinste 
in the preparation of a Letter to ba sent to the Chairman, Civil. , 
Service Commission requesting total. exemption and assuring the _ 
Commission that we intend to follow the evaluation systems and 
structure as we have the Classification Act of 1ghe. 


b. It is further recommended that, failing total exenpvion, 
we then propose to the Commission that the Agency be excluded Pron 
Commission approval of benchmark positions, post~audit review by 
the Commission, and employae appeal provisions. ae 


Ys/iarry Be Fisher 


Harry B. Fisher 
Director of. Personnel. 
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RECOMMENDED AGENCY LOSCURE {0 NEW JOB EVALUATION LEGISTATION 
BACKGROUND : ‘ 


The Central. Intelligence Reskey Was exempted from the Classi ticetion 

Act of 1923 by the Civil. Service Commissioners in Mimase L949. The 
Director of Central. Intelligence hed initiated this request for clarifi-~ 
‘eation of the Agency's Siete under the new and broader authorities in 
Public Lave TO. (Letter to Mr. Ismar Baruch, CSC, from Rear Admiral 
‘Hillenkoetter, DCL, dated 30 June 1949.) In turn the Commission adrain- 
istratively ae that under Sections 7 and Lob of PL JLO the CTA 

was not required 28 & matter of law to follow the Classification Act. 
(Letter to Admiral, Hillenkoetter trom Mr. Baruch dated 8 August 1919.) 
Undoudtedly this decision was encourag sed by the Civil Service Coxrmission 
Classification Oi Com uated towork with CIA personnel... - During the 196 - 
1949 period the security restrictions imposed by the Agency made it elrost 
impossibi.e for the C8C, representative to do his job. ALL operational data 
was deleted from the classification documents made available to the CSC 
representative. Position deseriptions were almost void of any classifice~ 
; tion data and filled with such ganeralities as trainee level tas ks, full 


’ professional ‘Level. assignments, first Line supervisor, etc. Further 


eo 


restrictions required that these position deseriptions remain in CIA 
custody, thus inhibiting the CSC analytical. review and comparison with 
other agencies' position classifications. 

‘Following this decision, the DCI, Admivall Hillenkoetter, told the 
Commission that the Agency would foilllow ane basic philosophy and princioles 
of the Classification Act. (Letter to Mr. Baruch from Admiral Hillerscoztter - 


dated 10 August 1949.) Later in 1949 whensthe. Cla ngsi ns 
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was written into the ‘Law. 

“Tn March 1970 PubiLic Law 91-21.6 was enacted; os stabllishing a Job 
Evaluation and , Pay Review Task Force of the U. 8. Civil SGrGicd Comais sion , 
to improve classitication seeeaes within the. Ruccutive Branch. Under this 
‘Law the CSC was Instructed to pRoneeS a, re for a comprehensive coordinated 
system of job evaluation and gan for civilian positions in the Executive 
Branch. Under this plan the CSC would have general, swpervision and control 
over the coordinated job evaluation and ranking system and conduct paricdic 
reviews of the effectiveness of the system. ‘The SC, in addition to the 
evaluation ec) ae develop recommended Logis'letion to establish the 


i 
new system for all the kx cecutivesBranch. ‘he Agency | is not , excluded ao 


this time. 


Darr eran rear 
‘y 


The basic difference petween Civil Service and Agency classification 
procedures is the Agency practice of under- and oversiotting In the 
Civil. Service, an employee receives the grade of the positions he encubers. 


If he is assigned to a position of a higher grade, he is immediately 


promoted. People and positions always equate and the position structure 


controls the salary structure. With our practice of under~ ene oversLoveing 


the Career Service Grade Authorization contirolls the salary structure. 


This device permits us more flexibility in our assignments and promocvions 


than can be found in the classified service. 


, 


Another Agency difference is a deviation ei the Civil Service standards 


- It is difficult to say how much deviation there is because the require- 


ments of the standards are not pracise and practice ‘among the agencie 
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Statistics ene ees study) peneinak positions ut a appears that we 


usvaLhy: run one érada higher in the a a and administrative 


positions and one to four grades higher in the clerical positions. 


Examples: ae 
BIS Survey. " CTA Grade 

' Accountant GS-1 GS-iL2 
Attorney GS-12 “GS-13 

Chemist GS-13 GS~U 
‘Engineer GS-13 GS-1) 
Accounting Clerk GS-0) GS-07 
File Clerk GS-03 GS-Ol. or GS-05 
‘Keypunch Operator GS-03 GS-0} 
Stenographer GS-Ol GS-05 or GS-06 
Switehboard Operator GS-03 GS-05 
Vabulating Mach Oper GS- Of GS-05 
Ay BHES GS-03 GS-05 


“When we compare ee positions with those jin other agencies, however, 
this aiftforence is ise always apparent. For example, in the Metropolitan 
waenenuton Area, GS=1.3 is the most popitlous professional grade in agencies 
under CSC control. This would seem to indicate that GS-13 is the senior 
proteneTonat non~supervisory arel . It is also the most populous profess- 
“sional grade in the Agency. 

"Following is a summary of professional positions in vari. ous acencies 


Pa 


by porcontage to total positions. Peak Levels are underlined. 


“2° 


Percentag Le of _Positi. ons 


Position | : 

levels CIA STATEX ATD USTA = NASA FAA ABC ¥BI. 
GS- Lh OF 9% 1% 13% 13% 7% 1% 3% 
GS-13 ' 13% - 11% 15% 21% (21% 3m 12% 18%, 
GS-12 13% 8% 11% 1e% . 1a¢ ' 16% 9% . 5% 
GS-1. 115 10% of ~ 10% = «10%. 22% 6% 1% 


*Egquivalent ¥8O jobs 
Approved. For. Release 2001/09/04 : CIA. RDP83- 01004R000100240004-4 


ret 


JPbboonastosnans- 


OAWTE vat 


aay 


cy ~ 
Aeprevea'e For Release 2001/09/04 {chi 4 P8334 


‘ 


aha) the ¢ case of the Foreign Service agencies - State, AID, USIA, these are 


“not under CSC control. The GS-1); peak ‘Level for ATID results from numcrous 


short-term roserve appointments. FAA's peak at GS-1 is a junior Leva. 
a ; 
for Air Traftie Controllers. AC's peak at. GS: results from the nature 


of its work, rolating to control over contractors. 


In the case of clerical positions, for all. practical. purposes we do 


not use grades GS-O1l, 02, or 03. We do, however, employ GS-03 persorneél. 


Our requirement for higher grades for these positions is primarily because 
of oue geographical. Location and oue time-consuming security clearance 


problem. <A typist can take a test aid go to work immediately for Agricu 


but must wait three to five months for a CIA security clearance and an 


assignment physically distant from Washington. Obviously this would deter 


the most hardy GS-02 applicant. No would probably have more trouble 


Juste fying our Buyer grede structure than int steered product ion and 


con 
a 


scientific and operational jobs; prinardiy because our support jobs. are 


ay 


similar to those elsewhere and grade differences are readily apparent. 


se EVALUATION. TASK FORCE PROPOSALS 


yO ANG ERNEST A OB ARR ON et A RENE I EEE Ie I 


-In accordance with the Interim Progress Report.of the Job Evaluation 
end Pay Review Task Force of the U. 8. Civil. Service Commission, evaluation 


5 for five broad categories of positions hava been tentatively 


identified. these are as follows: 
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AN n System (EES). his includes positions 
where the basic responsibility is for planning, developing, 
and directing programs or managing organizational entities. 


A. Rxecutive: Evalluets 


Be Administrative , Professional, and Technological. Evaluation 
teva bgiekons Recren 


‘System (APTS). this: includes” ‘adainiscrative support positions; 
professional. positions in the physical, engineering, and social 
‘seionces; and the paraprofessional or technological positions 
that puppore tert professional positions. 

C. Clerical, eee 
System (Conon). This ine! 


support, office equipment operation, and tachitetan support 
subordinate ‘to those in "B" above. 


and ee eee 


D. Coordinated Federal. Wage System (crus). This includes positions 
: of trade, cratt, ‘ond manual. work and certain supervisors of 
these types of positions. 


EB. Special Occupations Evaluation System (sons). This includes 


specialized ‘subsysbans related to “B" and "C" above which 
emphasize rank-iin-man and wank-in-job clements. 


A sixth subordinate system has also been identified: : 
Attorney 3 Evaluation. System (AES) . This is a rank-in-job and 


rank-ih-man system tied in with the het system for evaluation 
purposes. 


A relatively new plan is now in effect for item "D" above, i.e., the 
Coordinated Federal Wage‘ System. The fask Force recommends retention of 
that system. t 

fhe above systems are patterned after industrial practices and enploy 
the Factor Comparison Point Evaluation System.. This involves breaking jobs 
inte basic factors such as job requirements, responsibility, personal 
relationships, ete. + also involves comparison with benchmark jors. 
Benchmark jobs are positions selected because they adequately represent a 
given grade and contain necessary factors against which similar positions 


can ba compared. The Job Evaluation Task Force will select basic ‘benchmark 


positions as a skeleton framework and eventually cach agency will edd othor 


mci 


Approved For Relapse 2001/09/04 : CIA-RDP83-01004R0GQ#00240004-4 


4 


benchmark positions to betucr aid in the evaluation of various types of 


positions. These solocted banchmarks as contemplated in the proposals 


are to ba approved by the CSC. The CSC will also conduct post-audits to 


. 


determine how agencies are implementing the systems. “Such post-audits may 
include audits of ipdividuall positions as welll. as audits of the sysveus 
themselves. One variation in vhe pay practices of today is proposed sor 
the COMOT systom. © Pay rates are to be set up by locality areas rather 


than on a national scale. ‘This, of course, is also done for the Coordinat<d 


Foderal. Wage System which we now fol-low. 


pascuee TON 


whe 
There are no fundamental. reasons why the Agency could not follow the 
evaluation systems. In fact, it scems ‘Likely that a more systematic and. 
consistent approach to job evaluation would be achieved. . We have currently 


‘ 


adopted and are following the Coordinated Federal. Wage Systen. When this 
system was established jhe CSC excused us from nvetoisation in surveys 
end excepted us from the audit, ‘4nspection, and employee appeal provisions 
of the system. (Letter from Mr. John Macy, Chairman, USCSC, to 

Mr. Robert Wattiles , Director of Personnel, dated 12 Aprill 1968.) We have 


received two test evaluations, Executive Evaluation System and ine COMOT 


“<0 


System. Our tast of the Executive Evaluation system indicat ses no basic 


problen. The COMOT system could cause a probiLen since our - clerical positions 
are graded higher than other agencies. Security clearance sentences 
make it difficult for us to recruit at Levels as low as those preyed Ling 
elsewhere for jobs such as Keypunch Operators, Typists Stenograpners 5 
etc. 


) 
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Obviously with these systems, it would be necessary Tor us to cobablish 


our own benchnark positions to maintain general consisvenc with our present 
a £ to 


grade structure. If we cowlda do this without approval of the CSC, we 


would have no basic probiien., Commission approval, particularly at ovr 
‘lower ‘Levels, would probably be dificult to obtain. The Commission may, 
U 
however, be receptive to pay differentials to make a.Llowance for the probj.an 


of seeurity clearance and location. CSC post-auditing and monitoring 0% 


our classification actions would be in conflict in many cases with the 


Director's need to withhold information on mubers of people and types of 


endeavor within the Agency. 


The Agency would find it desirable to follow the job evaluation systen 
and pay schedules of the now classification act even if exempted Prom it, 
for the same reasons we now follow the Classification Act of 1949. Ideally, 


it would be advantageous to continue our current posture, being exempted 


, 


from the new act but using the structure systems and taking advantage of; 
the pay surveys and salary increases. We should therafore request complete 


exclusion from the act. Sineé the Task Force timetable calls for suomission 


- 


of the recommended Lepislation to the President in December 1971, we should 


<2 
~ 


pubis our formal request for exclusion now. 
As a fallback position in the event our request for complete exclusion 
is denied, the Agency could accept inclusion within the Legislation but 
request exemption from Civil. Service Commission approval of benchmark 
positions and the post-audit and empLloyac pepeal: provisions. Tt fe sigaif- 
icant to note that the Interim Progress Report of the Commission's Task 
Force contains this statanent: "...suggested authority by the Civil. Service 
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Commission for post-audit and for approval: of ‘Benerwayte positions would 


be woulked out with agencies currently having exempt. ons for reasons of 


national, security.' 


' 


RECOMMENDATIONS 


é 
Ll. It is recommended that the Office of Legislative Counsel, the 
Office of General Counsell. and the Office of Personnel coordinate in the 
paanererion of a Letter to be sent to the Chairman, Civil Service 
Commission requesting total. exemption and assuring the Commission that 
we intend to fou Low the SYVeLOn systems and structure as we have the 
Class nae cation Act of 19h9. 


She 


2- Failing total. exemption, it is recommended that we then pracose 


to the Comnission that the Agency be excluded ‘fron Commission approval of 


benchmark positions, pos audit review by the Commission -and employee 


‘\ 


appeal provisions. 
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